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TURNOVER OF STATE EMPLOYEES IN GEORGIA- 
by 
Henry C. Pepper~ 


The annual rate of turnover for employees under the State Merit System of Georgia 
for the 1&-month period ending June 30. 1951 was 31% and for employees in 55 major 
classification groups was 20%. As was to be expected the highest rote of turnover was 
in the lowest classifications where the wage scale is lowest and where labor is less 
responsible. Turnover ran from as low as 2% to 200%. In one group of lowest paid 
workers. representing the largest single class of employees, the turnover was 69%. In 
another group representing an unstable group the turnover was 112%. 


The analysis covered 2,283 separations over the 18-month period. during which 
time the average employment in the 55 groups given specific consideration was 4 389 
giving an interpolated figure for the 18 months of 7.054 employees. 


The period covered by the analysis was one with a rising labor market and this was 
reflected in the separations. particularly in the clerical and engineering fields where 
attractive offers were available in other fields. However only 18% of the employees 
leaving state employment gave as their reason that they were leaving for other positions 
or for better pay and an additional 1.5% gave insufficient salary as their reason for 
leaving. 


Items 1 and 19 in Table I indicate a large number of separations where no reason 
is given. Most of these fall in the lower classification brackets, where in every 
field there is a tendency for labor to be irresponsible. One the other hand it was 
found that many employees in these classisfications had long and satisfactory records 
of service. For instance. one employee had retired after 51 years of service. 


‘Based on a study of the personnel records of 2,282 employees separated from the State 
Merit System for the 1&-month period January 1, 10950 to June 30, 1081. 


2Professor and Chairman of the Division of Public 4dministration, Atlanta Division 
University of Georgia 
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TABLF I 
Reasons for Separation from State Employment Ranked in 


Order of Number of Separations 








REASON FOR SEPARATION NO. OF SEPARATIONS ,,,,PER-CEBT 
1. Abandonment of Job 253 11.1 
2. Petter Poy 229 10.0 
3. Pregnancy and Home Responsibilities 214 9.4 
4. Other Fmployment 183 &.0 
5. Misconduct or Unsatisfactory 172 7.3 
€. Health 151 6.6 
7. Moving from Area of Fmployment 105 4.6 
®. Return to School Fa 3.0 
9. Military Service 47 | 
10. Marriage 46 2.0 
ll. Retired or Giving Up Work 45 2.0 
12. Death 40 1.8 
13. Transferred from Home or Living Conditions 36 1.6 
14, Not Qualified for the Work 36 1.6 
15. Insufficient Salary 35 1.5 
16. Disliked Working Conditions 34 1.5 
17. Enter Business for Self 30 <2 
i8. Reduction in Force 29 a2 
19. No Reason Given or No Reported Reason 529 23.1 
TOTAL 2,283 100.0% 





It is also clear that Merit System Status is not a password to permanent employ- 
ment by the State, as indicated by item § Dismissals Because of Misconduct or Un 
satisfactory Work; item 14. Not Qualified for Work: and item 18 Reduction in Force 
These three items account for 10 4% of separations from State service. Not shown in 
the table is the fact that 10.4% of employees dismissed were given a with prejudice’ 
rating which means that they cannot again be employed in any state agency under the 
Merit System. unless they appeal to the State Personnel Board and the ‘prejudice’ is 
removed. Appeals are rare and as often as not the dismissal with prejudice is sus: 
tained by the Personnel Roard. 


Table II shows a very close correlation between ability and satisfactory work on 
the one hand and between length of service and permanency on the job. Of the 1.044 
employees for whom ratings were available, two-thirds of those leaving State employment 
were in the lower two-thirds of the rating scale. Only one conclusion can be drawn 
and that is that contrary to popular opinion those with mediocre training do not re- 
main in public positions in the State even with the security of the Merit System pro 
tection. One reason is that they do not advance and thus become dissatisfied with the 
work and seek other employment. 
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TABLE II 


Relation of Turnover to Service Ratings and Length of Employment 











SERVICE RATING LENGTH OF EMPLOYMENT 
(Rating scale 1 to 9) 
Total rated 1,044 (Total for which record available 1,95) 
Under 6 6-12 1-2 2-5 5-10 OQver 10 
1-8 7-9 Months Months Years Years Years Years 
Number of 
Fmployees FOF 348 SFE 339 33F 324 92 38 
Separated 
Per Cent 
et tated F6.7 33.9 33.4 2n 0 19.9 19.) 5.4 2.2 








It is very noticeable also that one-third of all employees remain on the job 
less than six months. Most of this group are found in the lower paid classifica- 
tions where labor is irresponsible. A study of the figures show, however, that 
only 7.6% of employees left State employment after having served as long as five 
years. By that time they have not only become satisfied in their positions, but 
have built up an equity in their retirement which undoubtedly causes them to 
hesitate to make a change. 


Table II brings out clearly the problem faced with the Merit System and the de 
partmental Appointing Authorities of Georgia. That is the problem of securing able 
personnel and keeping it on the job long enough. first. to appreciate the advantages 
of State employment. and secondly to know their work well enough to be efficient em 
ployees. A healthy turnover is expected and inevitable. The real problem is to 
keep this turnover to a minimum consistent with the maintenance of good standards, 
and avoid the waste resulting from time and expense of continous recruitment and 
training of new employees. Considering the relatively low pay scale of State posi 
tions compared with many in private industry it appears that the State Merit System 
is doing a good job in this respect. The amount of work involved in recruitment, 
placement and training is tremendous. 


A final factor of interest in the distribution of separations is the distri- 
bution by months. This is shown in Table III. No conclusions of any significance 
can be drawn. unless it be that separations are greatest during the summer months. 
September is large because those students who are returning to school resign their 
positions at that time. 


TABLF. ITI 


Turnover in State Employment by Months / 





Jan. Feb. Mar. April May June July Aug. Sept. Oct. Nov. Dec. 





$$ 80 114 102 92 103 120 161 188 i68 106 102 





1 the figure for the first 6 months is arrived at by taking one-half of the total figure, 
since wice 


he 18 months covered these months t¢ 
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